This paper addresses the continuing tension between focusing on identities and categories rather than processes and systems in intersectionality research based on a study of the identity work of South African Indian women managers. We wed intersectionality theory with extant understandings of managerial identity work in organisations to demonstrate the dynamic interaction between both identities and categories and the institutionalised processes and systems by which they are formed, shaped and reshaped over time. Specifically, we demonstrate through life story interviews of thirteen South African women managers how an individual's managerial identity is not formed solely by personal and social identities in the workplace but by the socio-historical political and cultural contexts within which individuals and groups are embedded. These contexts shape not only the racio-ethnic and gender identities of individuals but also the processes of racialization, gendering and culturalization that create and reinforce particular social locations in society and in the workplace.
Introduction
Despite the continued call for mainstreaming intersectionality theory as a fundamental way of understanding organizations and the individuals within, it continues to occupy a largely peripheral place in the study of work organizations (Acker, 2006; Holvino, 2010) . One of the areas where this occurs is the study of identity work in organizations. The concept of identity work has gained currency in organization studies as a means of understanding how individuals identify with their work and the organization (Sveningsson and Alvesson, 2003) but also as a way to study the processes that sustain identity development at a personal level (Andersson, 2010) . At the core of this work are explanations of how individuals form, repair, maintain, strengthen or revise constructions that are productive of a sense of coherence and distinctiveness especially during transitions in workplace identity (Sveningsson and Alvesson, 2003, p.1165) .
Research examining sequential identity transitions when an individual is promoted to a management position has been the topic most studied by organisational scholars (e.g. Ashforth, 2001; Ibarra, 2007; Watson, 2008 Watson, , 2009 . Research on managerial identity has ranged from how managers shape the organizations in which they are employed (Watson, 2001 ), levels of selfconfidence in managers (Sturdy, Brocklehurst, Winstanley and Littlejohns, 2006) to how external and organizational factors regulate identity construction (Alvesson and Willmott, 2002; Beech, 2008; Watson, 2008) . However, the construction of a managerial identity has largely been positioned as a homogenous phenomenon premised upon masculine constructions without full recognition of how it is complicated by the intersection of racio-ethnicity, gender, and other categories of social difference.
The intersectionality of racio-ethnicity, gender, and other categories of social differences should be positioned as central to identity work and not peripheral. Not only does intersectionality theory recognize the simultaneity of the different social categories to which individuals belong and that inform their identities but also the ways they structure organizations and people's experiences within them. Recently, a number of scholars have argued for greater explicit attention to both processes of differentiation (e.g. racialization, ethnicization, gendering) and systems of domination (e.g. racism, sexism, heterosexism, colonialism, patriarchy) to avoid limiting intersectionality research to content specification of marginalized identities of individuals and social groups (Acker, 2006; Dhamoon, 2011; Hancock, 2007; Holvino, 2010) .
Thus, wedding identity work with intersectionality requires attention to the socio-historicalpolitical context and the way in which it shapes the meaning of racio-ethnicity, gender and other categories of otherness.
Incorporation of the socio-historical-context in analyses of intersectionality allows for recognition of the role of the state in exercising power over diverse groups through processes of differentiation emanating from particular systems of domination.
These processes and systems position diverse groups in particular ways within social structures including organizations. In this paper, we focus on the identity work of the first group of Indian women to enter managerial positions in corporate South Africa. Their narratives reveal how the women continually engage in renegotiating their racio-ethnic, cultural and gender identities in a struggle to form workable managerial identities amidst changing state definitions and positioning of social groups within South Africa. Hence, the subjective meaning of identity intersects with factors in the socio-political-historical context to create complex, dynamic and irreducible effects on identity formation and reformation of these women. We demonstrate how the state system of apartheid assigned Indian women to a particular citizenship locating them within a particular marginalized racio-ethnic and gender status (Yuval-Davis, 2006) . Their subordinate status was reinforced by cultural prescriptions intensified within the segregated geographical spaces allocated to Indians through processes of racialization and ethnicization emanating from apartheid and patriarchy.
We also show how the changes in the socio-historical-political context became impetus for the identity transitions the women faced. The identity work engaged in by Indian women to adopt managerial identities in corporate South Africa was not just a matter of answering, 'Who am I as a manager?' but a more complex question given the continuing influence of the racio-ethnic, cultural and gender identities formed in their early lives as well as the complex historical, societal and political position of Indians and all ethnic groups during apartheid and currently in postapartheid South Africa.
Following a discussion of our theoretical framing, we share the methodology of the research. Next, we illustrate through the women's narratives how their identity work required engaging the intersections of multiple social identities, an oppressive political system rooted in racism and patriarchy, a deeply masculine conception of the ideal organizational manager as well as deeply embedded cultural prescriptions of what an Indian woman ought to be and how she should behave in society and in organizations.
Theoretical Framing: Identity Work, social identity theory and intersectionality
Identity work is in essence about answering the question, 'Who am I in this particular context or role?' in the midst of 'Who are we?' social messages (Kreiner, Hollensbe and Sheep, 2006) .
Analytical and empirical treatments of identity work give primacy to explaining the negotiations of the self in the construction of a coherent identity in response to multiple discursive pressures emanating from disciplinary mechanisms and prototypical personas in work organizations (Alvesson, Ashcraft and Thomas, 2008; Snow and Anderson, 1987; Watson, 2008 Watson, , 2009 .
At the individual level, identity work involves the dynamic interaction between internal processes and external prescriptions to create a sense of coherence and distinctiveness. That is the answer to the question, 'Who Am I', is not simply a one-sided internal answer but is also influenced by the demands created by the external social-identities to which they relate (McKenna, 2010; Watson, 2008) . Although scholars have drawn upon social identity theory as integral to understanding identity work, extant empirical studies largely overlook the significance of racio-ethnicity, gender, culture and the socio-historical-political context as important constitutive components of the external elements shaping its nature.
Further, the overwhelming majority of studies focus on the identity work of white male managers (Watson, 2009; Beech, 2008) . The whiteness and maleness of the subject remain unmarked categories and managerial identity work is portrayed as race and gender neutral when studies only make reference to 'managers, 'middle managers' or 'supervisors' (e.g. Musson and Duberley, 2006; Pullen, 2006) . Not only is the experience of becoming and being a manager gendered, it has also been shown to be racialized, ethnocized, and classed across a number of different national contexts (e.g. Bell and Nkomo, 2001; Cohen and Huffman, 2007; Davidson and Burke, 2011; Healy, Bradley and Forson, 2011; Livingstone and Rosette, 2012; Özbilgin and Syed, 2010) .
There have been a few studies examining racio-ethnicity and identity work of professionals. Atewologun and Singh (2010) confirmed the extra identity work of young black male and female professionals in the United Kingdom; while Slay and Smith (2011) illuminated the hindrances of professional identity construction of individuals with stigmatized cultural identities. While these studies empirically achieve what Choo and Ferree (2010: 132) refer to as giving 'voice' to marginalized persons and groups or what Hancock (2007) labeled 'content specification', they do not address the temporal nature of identity work as well as the dynamic interaction between identity content and the institutionalized processes and systems by which they are formed, shaped and reshaped over time. We argue that explicit attention to the broader socio-historical-political context surfaces how multiple axes of difference intersect to structure the subjective meaning to identity in society and in organizations (Brah and Phoenix, 2004: 76) .
Intersectionality theory, particularly recent developments, provide a means to capture the mutually constitute nature of the multiplicity of social identity categories shaping the nature of identity work in organizations, and at the same time account for the significance of the socio-historical-political context in the changing meanings and content of these categories (Choo and Ferree, 2010) . While early treatments of intersectionality sought to illustrate how the intersection of race and gender placed women of color into marginalized societal locations (e.g. Crenshaw, 1989; Hill-Collins, 1990; hooks, 1981; Hull, Scott and Smith, 1982) . it has evolved to a means for interrogating how race, gender, class and other categories of difference are constructed through complex interlocking and interdependent social processes and practices that position groups differently in society as well as organizations (Acker, 2006; Adib and Guerrier, 2003; Benschop and Doorewaard, 2012; Brah and Phoenix, 2004; Browne and Misra, 2003; Glenn, 2002; Holvino, 2010; Yuval-Davis, 2006) . It also has been used to understand inequality and discrimination in post-colonial states (e.g. Mohanty, 2003) , transnational dimensions of otherness (e.g. Calás, Smircich, Tienari and Ellehave, 2010; Metcalfe and Woodhams, 2012) and to questioning the stability of identity demarcations by underscoring notions of hybridity, liminality, fluidity and fragmentation (e.g. Butler, 1990) . Unfortunately, many of the advancements in intersectionality theory since its inception have not been fully embraced in the study of organizations and workplace phenomenon despite calls for better adoption and uptake (Acker, 2010; Holvino, 2010; Metcalfe and Woodhams, 2012) .
The research in this paper relies heavily upon Brah and Phoenix's (2004:76) assertion that intersectionality "signifies the complex, irreducible, varied and variable effects which ensue when multiple axes of social identity difference intersect in historically specific contexts." We also draw upon Dhamoon's (2011) formulation that intersectionality analysis requires attention to the interactions between processes of differentiation and systems of domination. According to Dhamoon (2011:235) this requires recognition of the simultaneous interaction between systems of domination (e.g. racism, patriarchy, apartheid, colonialism) and institutionalized processes (e.g. racialization, gendering, and culturalization). Attention to processes and systems moves intersectional analyses beyond the content of particular identities to the specific processes and conditions in which representations of difference are socially organized (Dhamoon, 2011:235) .
Such an analysis can reveal how subjects are socially produced through the simultaneity of processes of differentiation and systems of domination (Choo and Ferree, 2010) . In other words, identities do not naturally pre-exist and nor are they something subjects possess (Dhamoon, 2011: 235) .
We incorporate the socio-historical-political context as a basic dimension of intersectionality to illuminate the mutually constitutive nature of racio-ethnicity, gender, and culture and the systems through which they are created to show how they influence the were provided pseudonyms to maintain confidentiality. The ages of the women ranged from 35 to 46 years. The women had on average ten years of work experience and a minimum of three years of experience in senior management. All the women were highly qualified with a majority holding postgraduate degrees. The women were born and raised during the apartheid era and grew up in demarcated Indian townships. Twelve participants were from the Gauteng region, namely Johannesburg and Pretoria, and one was from the Western Cape. They were all educated in designated Indian schools and universities, except for two who were granted special permission by government to attend white universities. Nine of the women were married, one divorced and three were single at the time of the interviews. Table 1 provides the pseudonyms and biographical profiles of the participants.
The women were from middle-class backgrounds and were descendants of passenger Indians, one of two groups of Indians brought to South Africa. The first group was indentured laborers who were brought to work in the sugarcane plantations in the old Natal province beginning in 1860 (Maharaj, 1995) (Radhakrishnan, 2005) . The second group, designated as passenger Indians, arrived ten years later and was brought from India to meet the merchant demands of Indian indentured laborers. These demarcations created class differences among Indians although both groups transmitted homeland cultural norms and values, except those prohibited by South African law, (e.g. widow immolation) to future generations. While indentured men and women worked on the sugarcane plantations, wives and daughters of passenger Indians did not work outside of the home as their husbands and fathers were merchants (Maharaj, 1995) .
Data were collected through life story interviews (Ritchie and Lewis, 2003. According to Denzin (1989) life stories capture the subjective meaning of experience over a person's life course and express the storyteller's identities. Life story interviews fall within a life history approach which allows for incorporation of historical events and the sociocultural context of participants lives (Plummer, 1983) . One of us who is a South African Indian female conducted the interviews. Research has shown that racio-ethnic and gender similarity between interviewer and interviewee can and does affect rapport during the interview, although power differences between the researcher and subject are always present (Bhopal, 2001; Phoenix, 1994) .
However, a co-inquiry approach was followed where in the interviewer shared aspects of her own life story (Bell and Nkomo, 2001 ).
The interviews focused on two themes. The first set of questions probed childhood experiences of the women with specific focus on the socio-historical-political context and cultural, family and community influences through tertiary education. The questions required the women to reflect on their childhood experiences with specific focus on the apartheid system, their families were conducted in places preferred by the women. Two follow-up interviews of two hours each were conducted to probe deeper and clarify themes based on the data extracted from the first round of interviews. Additional follow-up interviews were not conducted as data saturation was reached. By the completion of the interviews, we had collected each woman's life story. All interviews were taped and transcribed.
We used grounded theory techniques guided by the four research questions to extract themes emerging from the interviews (Charmaz, 2006) . We did not divorce our participants from their social context taking cognizance of Indian culture, family, community and the sociohistorical-political context during our analysis (Charmaz, 2006) . We used an iterative approach where we moved back and forth between the data, relevant theory and interpretation.
Analysis commenced with inductively formulating codes that emerged from the interviews.
Both of us independently read the interviews and coded them and either confirmed or challenged each other's coding. After we had reached agreement with the coding, a third independent researcher was given a subset of the interviews to code. Any differences were discussed and reconciled until a final coding structure was agreed upon. Atlas.ti software was used to assist with managing, analyzing and coding the data.
Our analysis moved from first order coding of statements relating to specific categories to identification of theoretical categories and dimensions and ultimately relationships among dimensions. We also made sure we were thoroughly conversant of each participant's life story.
The diagram in Figure 1 is an example of how we moved from first-order codes to aggregate theoretical dimensions in line with recommendations from Pratt (2009) on how to illustrate qualitative data analysis. We constructed coding diagrams for each of the main themes in the data. Member checking of our key themes was also done with a group of the women.
Social-Political-Historical Context
The focus of the research was on the identity transitions of the women as they moved from the deeply imprinted racio-ethnic, cultural and gender prescriptions they received in their early lives during apartheid to adopting the persona and identity expected of managers. Collectively, the women's life stories revealed critical aspects of the social-political-historical context within which their lives unfolded. The women were born and raised during apartheid and racism was the cornerstone structure shaping the social and economic inequalities these women experienced during their childhoods. Apartheid was a state system of racial domination that essentialized the Passive behaviour superiority of whites over Africans, Indians, and Coloureds. Racialization processes did not just exclude 'non-whites' but also created a 'white' category that suppressed ethnic and class conflict between English and Afrikaners while heightening the racial difference of Africans, Indians and Coloureds (Marx, 1998) .
Growing up in a racialized patriarchal society where white males dominated and was superior to all others, the women's voices were silenced from an early age. Racial separation across political, economic and social boundaries was entrenched, controlling the lives of all South
Africans. Africans, Indians and Coloureds were restricted to racially demarcated areas known as townships with their own infrastructures including schools (Fiske and Ladd, 2002; Ramsay, 2007) .
All of the women grew up in segregated, self-contained areas. Typically, their entire extended family lived together in the same township or even the same home. They experienced little contact with other racio-ethnic groups.
Patriarchy co-existed with apartheid to create a race and gender hierarchy throughout society including the workplace resulting in distinct workplace locations for each subordinate group (Booysen and Nkomo, 2010) . Management and skilled work was reserved for white men.
African men were relegated to the most dangerous, unskilled menial jobs and were designated as a reserve labour pool. African women, who had been declared 'unnecessary appendages' of African men, were only allowed employment as domestics or confined to so-called rural homelands. The participants' fathers were largely business owners in Indian townships or in Black and Coloured ones with a few holding professional positions. A very small minority of African, Indian and Coloured men and women were able to train as lawyers, doctors, teachers and social workers and work within their segregated spaces (De Kock, 1996) . Because of cultural prescriptions, particularly among Indians with 'passenger' lineage, the women's mothers largely worked in the home and when they did work, they often assisted in the businesses of their husbands. The 1994 democratic election heralded a new era in terms of labor legislation where equal opportunities and affirmative action was mandated by Employment Equity Act of 1998 to redress the disadvantages in employment experienced by designated groups (Africans, Coloureds, Indians, persons with disabilities, and women). This legislation opened the door for the Indian women in our study to enter managerial ranks with the hope of advancing their careers (Mathur-Helm, 2005) .
Adopting a Managerial Identity
In this section, we describe the three most difficult managerial identity transitions shared Karina Mukerjee, a Marketing Manager, recalled what she was taught as a young girl:
"As young girls we were taught to be quiet and accepting and never questioning or challenging our parents and elders otherwise we would be regarded as big mouths.
Men on the other hand were encouraged to be assertive, bold and daring."
Confinement to townships because of the racialization processes of apartheid fostered a situation where the women experienced subordination from Indian cultural prescriptions fused with the general subordination of all Indians under apartheid. This was further inflected by patriarchy as women in South Africa were legally designated as minors. What it meant to be an effective manager in corporate South Africa was both raced and gendered and the women had to attend to the cues they received from white male colleagues and strive to fit into a pre-existing managerial identity. Even in post-apartheid white males continue to dominate senior management. The women did not have the power to assert a different type of managerial identity but instead had to mimic the identity of their white male colleagues and bosses. Preity Sen, a Project Manager indicates how she was coached by her white male manager on becoming assertive:
"I was working on a project with my manager. We had to present our ideas to a panel and answer their questions. Ten minutes before the presentation my manager told me he is going to lunch and I had to present to the panel by myself. I told him I would not be able to handle the situation. He told me that I was well prepared and that I would be able to handle the situation. By watching and learning how he handled such situations I was able to do it myself."
As the women realized being assertive was the expectation of a successful manager, they slowly started changing their behaviors but their identity work was not without angst and discomfort as Shamila and Saira shared during the interviews: The women realized, while working with males in the Indian society is frowned upon, being a manager in a male-dominated organisational context was an inevitable part of South African corporate life. The women adopted a bifurcated approach to this dilemma to reconcile their cultural identities and the demands of their managerial identities. They adopted a strategy of building professional relationships with male colleagues and subordinates but at work-related social events they avoid all-male circles, especially all-Indian male groups. 
Liminal Spaces
The women's life stories did not reflect total acquiescence to the hegemonic managerial identity in corporate South Africa. There was resistance to totally integrating into the white male dominated organisational cultures they entered. For example, the women would not engage in social outings with an all-male team and risk compromising their identities as respectable Indian
women. An important identity negotiation strategy was to partition managerial identity adoptions and valued aspects of their cultural identities. The words of Firdous Azmi, an Executive Director of Operations, shared this reality in regard to interactions with elders:
"We were inculcated from a tender age to respect parents and elders. Although I'm in a top managerial position, I still do not disrespect elders in my community and family."
But there was also discomfort with adherence to some Indian cultural practices. Within the Indian community and family, many still conform to cultural prescriptions of segregation of the sexes in social gatherings despite finding it difficult to relate to discussions of homemaking and cooking. Although they expressed preference for being part of the business conversations 
Exclusion from informal networks
The women commented on the differential access of white and Indian females to senior white male managers during social events. The women found white males tended to accommodate white females in their conversations, but do not make the same effort with Indian females. White females are also able to converse with white males on topics such as sports, farming and hunting, which Indian females are not familiar with as such activities do not form part of the Indian culture. As a result, the women feel uncomfortable and marginalized and tend to leave social events early. Challenges to authority The women in the study found that male managers prefer to discuss important issues with their male managers and by-pass the women. Although the women feel that they have been promoted on merit, they believe that the perception amongst most senior male managers is that these women are filling the quotas as per legislative requirements and are incompetent to make strategic decisions. 
Barriers to entry and promotion
By the mid-1980s, multinational organisations were recruiting Indians to serve articles and these women were recruited immediately after completing their studies. However, whites held on tightly to their positions in human resource management, and it was only in the early 1990s that companies started recruiting top Indian female graduates into the human resource field. These women applied for jobs in multinational organisations which were dominated by foreign nationals, as they believed they would have a chance of being employed due to their outstanding university results and were immediately recruited in the human resource and chartered accounting fields. However, their Indian female friends who were not top academic 
Challenges to competence
Most of the women in the study had experienced sexist behaviour, especially from white and Indian male colleagues. Many of the women shared being targeted by senior white male colleagues who constantly challenged their expertise in their respective professions. Most of the women ensured that they became even more knowledgeable in their respective fields and even anticipated the questions male managers would pose and prepared well before entering meetings so as to counter attacks. However, the women had to achieve a delicate balance between resistance and obedience in their communities as the former may have resulted in isolation from the family. This was not a viable option under an oppressive racial system that restricted the movement of Indians. There were also expressions of resistance in the women's narratives against the apartheid system as some participated in school boycotts.
In the end the women, occupy a liminal space between maintaining their personal identities strongly influenced by the norms that had been so deeply transmitted through Indian 
Conclusion
The results of this research demonstrate the dynamic interplay between identities and categories of social difference and the institutionalised processes and systems by which they are formed, shaped and reshaped over time (Dhamoon, 2011) . Wedding recent developments in intersectionality theory with identity work helped to illuminate the hindrances Indian women faced in adopting a managerial identity in corporate South Africa. Explicit incorporation of the socialpolitical-historical context was used to move beyond a tendency in intersectional analysis to focus on the content of marginalized identities of individuals and groups while neglecting the structural and systemic forces that create difference (Dhamoon, 2011) . By explicitly situating the identity work of the women within the larger social-political-historical context we were able to show how the racialization processes of the system of apartheid fused with patriarchy and Indian culturalization practices to shape the identity work the women encountered when entering corporate South Africa. These processes and practices created complex and irreducible effects on the formation of what it means to be an Indian woman in a managerial position but also the gendered identity work they do in their families and communities (Mehrotra and Calasanti, 2010) .
The simultaneous intersection between systems of domination enacted through particular processes (i.e. racialization and ethnicization) had the effect of intensifying Indian group culturalization processes that defined what it meant to be an Indian woman. Group formation, identities, and social categories were shaped, manifested, and entrenched through the power of the state (Marx, 1998) . Enforced racial separation had the effect of fostering a common identity among its victims stalling the natural shifting and evolving nature of cultures (Charles, 2008; Marx, 1998) .
The corporate space they entered as adults was not only man's business (gendered) but 'white' man's business (raced). Hence, the identity of an ideal manager was informed by white masculine ideas (Connell and Messerschmidt, 2005) . The very fact that these women had to acquire and display white male definitions of what it means to be a manager reflects processes of racialization and gendering. White men were constituted as the unmarked norm of how managers should behave, that is managers are assertive and manage conflict. The women could not assert their own definitions of being a manager and had to attend to the cues they received from white male colleagues about what it means to be a manager. Yet, the women resisted adopting all the cues of becoming successful managers from white males. There were parts of their cultural identities they were reluctant to relinquish leaving them in a liminal space. The women formed compartmentalized hybrid identities and practiced what Spivak (1987) coined as strategic essentialism. There were cultural identity boundaries they were not prepared to cross and attempted to retain valued aspects of their identity as respectable Indian women (Seedat-Khan, 2012).
Our findings make a dual contribution. First, we extend the empirical literature on intersectionality research by illuminating the power of the state in giving meaning to racio-ethnicity and gender in society and in the workplace as well as the dynamic interaction between identity formation and reformation and institutionalized processes and systems. Second, we expand the conceptualization of identity work in organizations by illustrating managerial identity is not formed solely by personal identities in the workplace but also by the socio-historical-political and cultural context within which individuals are embedded. We also show how multiple axes of difference intersect in historically specific contexts to socially produce particular identities. These contributions have several important implications for centering intersectionality into identity work.
Studying the identity work of any individual in isolation of the multiple social categories to which he or she belongs as well as the socio-historical-political context in which the identity work occurs can lead to reductionism and a failure to capture the simultaneity among the many influences on forming workplace identities. Intersectionality theory with its attention to categories of difference can surface the omissions in current empirical work on identity that too often leave intact unmarked categories like whiteness and masculinity (Hearn and Collinson, 2009; Grimes, 2001) . There is no identity work done outside of the multiple social categories in which individuals are positioned. The silence or non-recognition by a white male manager of the fact that he can speak of his identity work without acknowledging the significance of his racioethnicity, gender and class makes them active not passive factors and only relevant to a particular group (Holvino, 2010) .
The life stories of the women in our research confirm that identity work does not begin at the point of entry into a managerial role (Watson, 2008) . Instead, identity formation is an iterative process of reconstructing and renegotiating aspects of the multiples sources of one's identity over the life course. This suggests research on identity work should be grounded in the broader sociohistorical-political context in which individuals and organizations are embedded to capture the effects of evolutionary changes in systems of domination and the concomitant institutionalized practices by which social categories are constituted.
No study of this nature is without its limitations, however. Class effects in this study were somewhat muted as the women were all descendants of passenger Indians. It is possible that Indian women with a different legacy may have a different life story to tell. While this study falls within what McCall (2005) labeled intracategorial intersectionality due to its focus on a single group, future research might take an intercategorical analysis of complex relational identity work that is underway in South African organizations as all social groups have been affected by the societal changes occurring in the post-apartheid era. Since the women interviewed were similar to the author who conducted the interviews, the participants could have presented their stories differently to the information they would have provided to someone with a different identity.
Sometimes researchers tweak the truth by revealing certain elements in life story analysis and concealing others (Ritchie and Lewis, 2003) . By focusing on the prominent themes emerging over the course of their lives and having an independent review of the coding and themes, we believe we avoided this problem.
